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Abstract 
This study discusses how the influence of workload and leadership on turnover intention with job satisfaction as 
a mediating variable on employees of PT. World Innovative Telecommunications (Oppo Street East Surabaya). 
This study aims to determine the effect of workload and leadership on turnover intention with job satisfaction as 
a mediating variable on employees of PT. World Innovative Telecommunications (Oppo Street East Surabaya). 
This type of research uses a quantitative approach. Collecting data using observations and distributing 
questionnaires. The sampling technique in this study was using the census method or saturated sample. The 
population in this study were employees of PT. World Innovative Telecommunications (Oppo Street Surabaya 
Timur) as many as 81 respondents. The analytical method used is PLS ( Partial Least Square ). Based on the 
results of this study, Workload and Leadership on Turnover Intention through the Job Satisfaction variable did 
not have a significant effect or the Job Satisfaction variable did not mediate the effect of Workload and 
Leadership on the Turnover Intention of employees in this company. 
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1.1. Introduction 
The development of communication technology that is growing so rapidly makes people more responsive 
to the development of communication technology. Communication technology or communication tools that 
have developed so rapidly one of which is a mobile phone or commonly called a cell phone. The rapid 
development of communication tools has increased public interest in the use of mobile phones itself and because 
of this increase in public interest, mobile phone companies continue to innovate to develop their cellphone 
products so that they are not less competitive with so many other mobile phone companies. The development of 
communication technology is very rapid, especially smartphone gadgets which indirectly become a basic need 
for the community. Smartphone gadgets are not only used as a communication tool, many interesting features 
that can be accessed such as capturing photos, browsing the internet, games , education, business and even 
Microsoft programs can also be accessed through smartphone gadgets . Due to the diverse needs of the 
community, then with the desire to be easy, fast and instant, the number of smartphone users is increasing. 
OPPO Electronic Corp. , Ltd. was established in 2004 as an electronics manufacturer with its address 
in Dongguan , Guangdong , China. Before venturing into mobile smartphone technology , OPPO produced 
electronic equipment such as MP3 Players, LCD TVs, Portable Media Players, DVDs, eBooks and Disc Players. 
It was only in 2008 that OPPO started working on the Smartphone market by creating the OPPO 
SMARTPHONE product.  
In April 2013 OPPO officially entered the Indonesian market for the first time. Before its products were 
marketed to Indonesia, OPPO first spread its wings to several countries such as Thailand, Vietnam, Russia, 
America and Qatar. Since then OPPO continue to do promotions to introduce quality brand her through 
advertising Print, TV, Internet etc. The flagship products of OPPO smartphones are Oppo Find 5, Oppo Find 
Way U7015, and OPPO Find Piano. 
:: IJIEEB :: 
(International Journal of Integrated Education, Engineering Business) 
Volume 04 Number 02 September 2021 
This work is licensed under a Creative Commons Attribution-  ShareAlike 4.0 International License. 
ISSN : 2615-2312 (ONLINE) 




Information 2018 2019 2020 
Active Employees 89 90 97 
Employee Resign 8 5 19 
Employee Login 9 12 3 
Source: PT. World Innovative Telecommunications (Oppo Street Surabaya Timur),2021 
 
The problem that occurs in this company is the employee turnover rate is still high. This is evidenced by 
the data obtained after conducting interviews with a supervisor at PT. World Innovative Telecommunications 
(Oppo Street East Surabaya). In the last 3 years the employee turnover rate that has occurred in this company is 
still very high, even in the last 1 month employees who choose to change jobs for different reasons, almost up to 
8% of the population. Likewise, the opposite happens to employees who enter and choose to work at this 
company, the average rate is almost 8% every month. 
Workload is a number of processes or activities that must be completed by a worker within a certain 
period of time. If a worker is able to complete and adapt to a number of given tasks, then it does not become a 
workload. However, if the worker is not successful then the tasks and activities become a workload. This is also 
the same as that felt by some employees at PT. World Innovative Telecommunications (Oppo Street East 
Surabaya). This reason also causes them to feel job dissatisfaction because the workload given is beyond their 
ability and they want to choose to change jobs in other companies. 
 Leadership is the ability to move, motivate, and influence people to be willing to take actions that are 
directed at achieving goals through the courage to make decisions about activities that must be carried 
out. Leadership is also very influential on the level of employee job satisfaction. Higher job satisfaction is 
associated with lower employee turnover rates, i.e. The proportion of employees leaving the organization. 
Employees who are more satisfied are more likely to stay at PT. World Innovative Telecommunications (Oppo 
Street East Surabaya). Likewise, dissatisfied employees usually exhibit high turnover rates. They are more likely 
to look for something greener in another company and leave the current company even though many of their co-
workers are more satisfied with staying at this company. 
Job satisfaction or employee satisfaction is a measure of the level of satisfaction of workers with their 
type of work related to the nature of their job duties, work results achieved, the form of supervision obtained as 
well as a sense of relief and liking for the work they are engaged in. This job satisfaction is the cause 
of employee turnover intention at PT. World Innovative Telecommunications (Oppo Street East Surabaya). 
Based on the current phenomenon, it is very important to have an attachment or sense of kinship between 
employees and superiors in the company so that they can carry out their obligations together in building a more 
advanced company in the future.  
In companies, sometimes employees make mistakes or managers make mistakes, but this can mature 
employees in making decisions, where all things can be discussed both with two parties or concerned. The 
company must also have a commitment to work with employees, so that the company can run better now and in 
the future. 
So that employees stay in the company and are happy to do work that is in accordance with their 
positions, managers should be able to provide something in the form of goods or gifts, manager support and 
motivation from managers, so that employees can be more active at work. Organizations within the company 
must be able to run well and as managers must be able to lead and be role models for their employees. And also 
managers must be able to compensate their employees such as career clarity as long as they work well for the 
company. Which is where the GAP result many significantly to a company that has researched earlier. 
In order for this researcher to be focused, it is necessary to find out the purpose of the research. Based on 
the formulation of the problem with the existing research, the purpose of this study was to determine the effect 
of b Eban k Gov and Leadership on Turnover Intention with kepuasan k Gov as mediating variables on 
employees of PT. World Innovative Telecommunications (Oppo Street East Surabaya). 
From the description of the background of the above , this study is interested in studying about the 
burden of the work and leadership of the turnover intention with satisfaction working as variable mediation , so 
the researchers studied under the title "The Effect of Load Work and Leadership Against Turnover 
Intention With Satisfaction Work For Variable Mediation On Employee PT . Wold Innovative 
Telecommunications (Oppo Street East Surabaya). ” 
 
Supporting theories and relationships between variables in this study are as follows: 
1. Expenses Work 
Workload as a job request assigned to an individual that exceeds his ability to do it , including a lack of 
time and resource capabilities. Ahuja et al. (2007) defines workload as a number of jobs that are carried 
out beyond the source of individual abilities. Sutherland & Cooper in Munandar (2001:387) state that too little 
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workload can cause a lack of stimulation which will lead to low enthusiasm and motivation to work, because 
employees will feel that they are not progressing and feel powerless to show their talents and skills. 
  
2. Leadership  
According to Robbins & Judge (2015:410) Leadership/Leadership is the ability to influence a group 
toward the achievement of a vision or set of objectives. Without leadership an organization is just a number 
of people or machines that are confused without a clear direction. According to Baharuddin & Umiarso (2012), 
Leadership is an activity affects others so that people are willing to work together (collaborate and collaborate 
potential) to achieve the objectives that have been set. Leadership that succeeded was the leader who managed 
to achieve the purpose of the organization without considering whether other people feel forced or not to do so. 
Great leaders who succeed are not people who do not have weaknesses, but people who are able to build their 
own strengths to display their success and excellence. 
 
3. Job Satisfaction 
According to Sutrisno (2009) there are two notions of job satisfaction. First, job satisfaction can be 
viewed as a complex emotional reaction. This emotional reaction is the result of the drives, desires, demands, 
and expectations of employees for the work associated with the realities felt by employees. Second, job 
satisfaction is an employee's attitude towards work related to work situations, cooperation between employees, 
rewards received at work, and matters relating to physical and psychological factors. Chia et al. (2013) said that 
job satisfaction is an important component in research on the nature of an organization. According to (Ardana et 
al., 2012:147) Job satisfaction can be interpreted as an employee's perspective on his work that is positive or 
negative. The employee's incompatibility with the work he does can also be a cause of job dissatisfaction. 
 
4. Turnover Intention 
Turnover Intention is an employee's intention to leave the organization consciously and has a deliberate 
desire from employees to leave the organization Tet and Meyer in Ridlo (2012:13). Andini (2006) states 
that turnover intention is a desire that arises from an employee to leave the company and his job to find a better 
job. Martin in (Ridlo, 2012:13) says that turnover intention is the level of employee desire or intention to leave 
the organization. According to Mobley in Ridlo (2012:13) turnover intention is behavior such as absenteeism 
and lethargy shown by employees in their work.Turnover Intention is the desire of employees to leave the 
company, the emotional attitude of employees will affect the intention to leave, (Green et al., 2013). Mahdi et al. 
(2012) said that turnover intention is the desire of employees who tend to want to quit their jobs on the basis of 
their own desires. According to Waspodo et al. (2013) Turnover intention is the desire of employees to leave the 
company and try to find another job that is better than before. Some of the experts above provide an 
understanding of turnover intention with different definitions. However, basically the understanding 
of turnover intention from the experts does not occur a striking difference and it can be concluded 
that turnover intention is the conscious desire of employees to leave the organization/company as indicated by 
the employee's attitude towards his work such as absenteeism (absence) of workers during working hours. has 
been scheduled and there is no enthusiasm in achieving the company's targets and ending with the intention to 
leave the company with the aim of looking for another job. 
  






Based on the formulation of the problem and the description of the literature review, the author proposes 
the research hypothesis as follows: 
H1: Workload has a significant negative effect on job satisfaction of employees of PT. World Innovative 
Telecommunications (Oppo Street East Surabaya) 
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H2 : Leadership has a significant positive effect on job satisfaction of employees of PT. World 
Innovative Telecommunications (Oppo Street East Surabaya) 
H3: Workload has a significant positive effect on the Turnover Intention of employees of PT. World 
Innovative Telecommunications (Oppo Street East Surabaya) 
H4: Leadership has a significant negative effect on the Turnover Intention of employees of PT. World 
Innovative Telecommunications (Oppo Street East Surabaya ) 
H5: Job Satisfaction has a significant negative effect on the Turnover Intention of employees of PT. 
World Innovative Telecommunications (Oppo Street East Surabaya ) 
H 6: Load Work influence significantly on Turnover Intention through Satisfaction Work employees of 
PT. World Innovative Telecommunications (Oppo Street East Surabaya) 
H 7: Leadership impact significantly on Turnover Intention through Satisfaction Work employees of 
PT. World Innovative Telecommunications (Oppo Street East Surabaya) 
 
2. Research Methods 
2.1. Population and Sample 
Population is a combination of all elements in the form of events, things or people who have similar 
characteristics of concern. According sugiyono (2018:80) says that "the population is generalization region 
consisting of the object or subject that has certain qualities and characteristics yangditetapkan by researchers to 
learn and then drawn conclusions". Populasi in this study were employees of PT. World Innovative 
Telecommunications (Oppo Street Surabaya Timur) with 81 employees. 
According to sugiyono (2018:81) said that "the sample is part of the number and characteristics 
possessed by the population". For that samples taken from the population to be to sugiyono (2018:85) saturated 
sampling is a sampling technique when all members of the population are used as samples. 
The method used for sampling in this study is to use a census sampling technique or a saturated 
sample where all members of the population are used as samples. 
  
2.2. Data Analysis Techniques 
Analysis of the data used in this study is Partial Least Square (PLS). PLS is a component or variant 
based on Structural Equation Modeling (SEM) equations to solve regression complications associated with 
specific data, such as very small research samples , missing values and multicollinearity (HM & Abdillah, 
2009). PLS is an alternative choice that shifts from SEM discussions based on covariance to variance (Ghozali, 
2006). 
SEM is based on covariance leading to causality/theory whereas PLS is more of a predictive model. PLS 
is a powerful analytical method (Ghozali, 2006). Because it does not conform to many agreements. For 
example, the data should be normally distributed, the sample should not be large. Besides being able to be used 
to complete the theory, PLS can also be used to explain that there is no relationship between latent variables, 
PLS can be analyzed with constructions built with reflective and normative indicators. 
According to Ghozali (2006) the purpose of PLS is to help researchers for prediction purposes. The 
formal model shows that latent variables are collected linearly from indicators. Weight estimates for 
constructing latent score components are based on part of the internal model (the structural model that relates 
the latent variables) and the external model (the measurement model of the relationship between the indicator 
and its construct ) is determined. The result is the residual variance of the dependent variable. 
 
2.3. Measurement Model or Outer Model 
The analysis of the outer model is to ensure that it is used correctly for measurement (valid and reliable). 
Outer model analysis can be seen from the following indicators: 
1. Validity test 
Validity is the level of reliability and validity of the measuring instrument used. The instrument is said to 
be valid, meaning that the measuring instrument used to obtain the data is valid or can be used to measure what 
should be measured (Sugiyono, 2004:137). Thus, a valid instrument is an instrument that is truly appropriate for 
measuring what is being measured. 
The ruler is declared valid if it is used to measure length, but is invalid if it is used to measure 
weight. This means that it is appropriate to use a ruler to measure length, but it becomes invalid if a ruler is used 
to measure weight. 
A questionnaire is said to be valid if the questions on the questionnaire are able to reveal something that 
will be measured by the questionnaire (Ghozali, 2016). There are two ways to test validity, namely convergent 
validity and discriminant validity . Convergent validity is a reflective indicator supported based on item 
scores/component scores with scores calculated by PLS. A more valid individual reflective measure of 0.70 with 
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the construct you wish to add. However, the initial development of a measurement scale of values of 0.5 to 0.60 
was considered sufficient. Chin, 1998 in Ghozali (2008) Discriminant validity is a reflective indicator based on 
which is provided on cross loading with the construct . If we consider measurement items more 
than other construct sizes , then this indicates that latent constructs predict their block size better than other 
blocks (Ghozali, 2008). 
Another method used to assess discriminant validity is to compare the value of the square root of 
the construct with other constructs in the model. If the value of the square root of the AVE for each construct is 
greater than the correlation value between the construct and other constructs in the model, it is said to have 
good discriminant validity (Fornell & Larcker, 1981). Ghozali (2008), The following is the formula for 
calculating AVE 
AVE = 
    
   
             
 
Where λ is the component loading to indicators with var ( ε  ) = 1- λ  2. If all the indicators in the 
standard , then this measure is equal to average communalities within the block. 
 
2. Reliability Test 
Testing reliability is used to assess the consistency of the objects and the data, ensure that 
the instrument is used several times to measure objects that together will generate data together. A questionnaire 
is said to be reliable if the answer to one of the statements is consistent or stable from time to time (Ghozali, 
2016) . 
Fornell & Larcker (1981), states that the measurement of this can be used to measure the reliability 
of component score of variables other and hasinya more conservative than the composite reliability (ρс). It is 
recommended that the AVE value should be more than 0.50. 
Composite reliability block indicator that measures a construct could be evaluated by two kinds of size 
that is internal consistency were developed by Werts et al. (1974) and cronbcach's Alpha. Ghozali (2008), By 




Where is  the component loading to indicators and var ( ) = 1- 2. Compared with Cronbach Alpha, the 
size is not assumed to know equivalence between measurements by assuming all of the indicators by weighting 
together. So Cronbach Alpha tends to lower bound estimate reliability , while ρс is a closer approximation to 
the assumption of the estimated parameters are accurate. Ρс as a measure of internal consistence only can be 
used to construct the reflective indicator.  
 
2.4. Structural Model or Inner Model 
Inner model testing is carried out to ensure that the model built is robust and accurate. The structural 
model was evaluated using R-square for the dependent construct, stone-Geisser Q-square test for predictive 
relevance and t-test as well as the significance of the coefficients of structural path parameters. By assessing the 
models in our PLS memuali with R-square for each dependent latent variables. The interpretation is the same as 
the interpretation in the regression. Changes in R- square d can be used to assess the effect of certain 
independent latent variables on the dependent latent variable whether it has a substantive effect. Ghozali (2008), 
the influence of the magnitude of f2 can be calculated with the following formula: f2 = Rincluded2 - 
Rexcluded21- RIncluded2 39. Where Rincluded2 and Rexcluded2 is R- square of the dependent latent variable 
because predicator latent variables used or issued in the structural equation. F2 value equal to 0:02, 0:15 and 
0:35 can be interpreted that predicator latent variables have the effect of small, medium, and large at a structural 
level. Besides looking at the R- square, the PLS model is also evaluated by looking at the Q- square measuring 
how much the observation value is generated by the model and also its parameter estimates. A Q- square 
value greater than 0 (zero) indicates that the model has predictive relevance , while a Q- square value less than 0 
(zero) indicates that the model has predictive relevance. Evaluation of the inner model can be seen from the 
values of R2 and Q2. The evaluation of the inner model can be done by looking at the R2 value for each 
endogenous latent variable as the predictive power of the structural model. Changes in the value of R2 are used 
to explain the effect of certain exogenous latent variables on endogenous latent variables. R2 value of 
0.67; 0.33; and 0.19 for endogenous variables in the structural model categorized as good, moderate, and weak 
(Ghozali, 2008). 
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3. Results and Discussion 
3.1. Assessing the Outer Model or Measurement Model 
 
1. Convergent Validity 
Table 4.1 Outer Loading 
  X1 
Workload 
X2 Leadership Z Job 
Satisfaction 
Y Turnover Intention 
X1.1 0.803       
X1.2 0.779       
X1.3 0.847       
X1.4 0.888       
X1.5 0.889       
X1.6 0.833       
X1.7 0.896       
X2.1   0.728     
X2.2   0.875     
X2.3   0.752     
X2.4   0.717     
X2.5   0.666     
X2.6   0.810     
X2.7   0.841     
X2.8   0.881     
X2.9   0.857     
Y1       0.858 
Y2       0.905 
Y3       0.896 
Y4       0.864 
Y5       0.800 
Z1     0.899   
Z2     0.932   
Z3     0.931   
Source: Data processed with SmartPLS 3, 20 21 
  
Results of processing by using SmartPLS can be seen in Table 4.1 that the outer models or correlations 
between constructs with latent variables have met the convergent validity, because in the table above the value 
of the loading factors indicate not below the limit value loading factor of 0.50. 
  
2. Discriminant Validity 
Discriminant validity is a reflexive indicator that is assessed based on cross loading measurements 
with constructs . If the correlation of the construct with the measurement item is greater than the size of 
the other constructs , then this indicates that the latent construct predicts the size of their block better than the 
other blocks (Ghozali, 2008). 
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Table 4.2 Discriminant Validity Value ( Cross Loading ) 
 X1 
Workload 
X2 Leadership Z Job 
Satisfaction 
Y Turnover Intention 
X1.1 0.803 0.787 0.672 0.738 
X1.2 0.779 0.625 0.689 0.705 
X1.3 0.847 0.833 0.785 0.802 
X1.4 0.888 0.817 0.836 0.790 
X1.5 0.889 0.838 0.773 0.848 
X1.6 0.833 0.691 0.725 0.687 
X1.7 0.896 0.760 0.755 0.752 
X2.1 0.689 0.728 0.689 0.681 
X2.2 0.763 0.875 0.802 0.787 
X2.3 0.723 0.752 0.665 0.663 
X2.4 0.747 0.717 0.626 0.706 
X2.5 0.672 0.666 0.619 0.591 
X2.6 0.681 0.810 0.665 0.670 
X2.7 0.683 0.841 0.739 0.831 
X2.8 0.749 0.881 0.766 0.830 
X2.9 0.769 0.857 0.774 0.811 
Y1 0.819 0.814 0.826 0.858 
Y2 0.839 0.819 0.755 0.905 
Y3 0.804 0.817 0.815 0.896 
Y4 0.739 0.790 0.746 0.864 
Y5 0.674 0.755 0.708 0.800 
Z1 0.767 0.805 0.899 0.788 
Z2 0.842 0.853 0.932 0.879 
Z3 0.829 0.800 0.931 0.791 
Source: Data processed with SmartPLS 3, 20 21 
  
Based on the data in table 4.2, it can be seen that several loading factor values for each indicator of 
each construct have a greater value than the others. This shows that the latent variable has a better size than the 
others. 
 
3. Value Average Variance Extracted (AVE) 
Con s truck has good convergent validity if the AVE value is above 0.5 . The result of the AVE value is. 
 
Table 4.3 Value Average Variance Extracted (AVE) 
  Average Variance Extracted (AVE) 
X1_Workload 0.721 
X2_Leadership 0.632 
Z_Kepuasan Work 0.848 
Y_Turnover Intention 0.749 
Source: Data processing with SmartPLS 3, 20 21 
  
Based on table 4.3, the results of the analysis show that the AV E value > 0.5 for all variables is declared 
valid and can be accepted as a measure of the research latent variable. 
 
4.  Composite Reliability Value 
Con s truck has good convergent validity if the Composite Reliability value is above 0.7 . The result of 
the Composite Reliability value is. 
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Table 4.4 Composite Reliability Value 
  Composite Reliability 
X1_Workload 0.947 
X2_Leadership 0.939 
Z_Kepuasan Work 0.944 
Y_Turnover Intention 0.937 
Source: Data processing with SmartPLS 3, 20 21 
  
Based on table 4.4 it can be concluded that the Composite Reliability value of all variables in this study is 
> 0.7. It is demonstrated that each variable has meet Composite Reliability so it can be concluded that all the 
variables have the value of the reliability of the tow i. 
 
3.2. Structural Model Testing ( Inner Model) 
Testing the inner model or structural model begins by looking at the R-Square for each dependent latent 
variable. Table 4.4 is the estimation result of R- Square Adjusted using SmartPLS. 
 
Table 4. 5 R - Square Adjusted 
Variable R Square Adjusted 
Z_Kepuasan Work 0.822 
Y_Turnover Intention 0.881 
Source: Data processing with SmartPLS 3, 2021 
 
In research it is composed of four variables are independent (free) as two variables, namely Expenses 
Work (X1), Leadership (X2), variable intervening (between) as a variable is Satisfaction Work (Z), an a variable 
dependent (dependent) as much as one namely Turnover Intention (Y). Table 4.5 shows the values of R-Square 
Adjusted for variables Satisfaction Work (Z) obtained by 0.822, for the variable Turnover Intention (Y) obtained 
a value of 0.881 The results of this show that variael Satisfaction Work (Z) can be affected by variables 
Expenses Work (X1) and Leadership (X2) amounted to 82.2% and the remaining 17,8% are influenced by 
factors other while Turnover Intention (Y) can be affected by variables Expenses working (X1) and Leadership 
(X2) of 88,1% and the remaining 11,9% in influenced by other factors not examined in the study of this. 
 
3.3. Hypothesis test 
The results of hypothesis testing obtained are as follows: 
   
Image : 4.1 Analysis Results 
Source: Data processing with SmartPLS 3, 2021 
 
The criteria for accepting or rejecting the hypothesis is that the hypothesis is accepted if the t-statistic 
shows a value greater than the t-table value of 1.661 and if the p- value is less than 0.05. If it does not meet these 
criteria, the hypothesis is rejected. 
1. Direct Influence Results  
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Table 4.6 Path Coefficients 









Workload -> Job 
Satisfaction 
0.428 0.397 0.131 3.278 0.001 
Workload -
> Turnover Intention 
0.241 0.202 0.162 1.487 0.138 
Job Satisfaction -
> Turnover Intention 
0.240 0.237 0.133 1,596 0.073 
Leadership -> Job 
Satisfaction 
0.503 0.530 0.120 4.201 0.000 
Leadership -
> Turnover Intention 
0.493 0.531 0.129 3.835 0.000 
Source: Data processing with SmartPLS 3, 2021 
 
Based on the dat a from table 4. 6 above shows that the results of the analysis of questionnaire data were 
tested through SmartPLS concluded that: 
1) First Hypothesis Testing  
Based on the results of the analysis that has been done by using SmartPLS, can be concluded that the 
variable expenses Work (X1) influence positively and significantly to the satisfaction of Work (Z). It is seen 
from the value p-value of 0:001 which is less than 0:05 and the t-statistics for 3278 which is more substantial 
than the value of t table amounted to 1,661 with this hypothesis H1 in research is in decline. From the 
hypothesis H1 "Cost of Work affects negatively and significantly to the satisfaction of the Working employee 
PT. World Innovative Telecommunications which means increasingly higher Burden Work then increasingly 
lower satisfaction Work employees". Will but from the results of the processing of the data in the above shows 
the influence of positive and significant which means that more and more high-Load Work then getting high 
also the level of satisfaction of Employment of employees in the company 's. 
 
2) Second Hypothesis Testing  
Base on the results of the analysis that has been done by using SmartPLS, can be concluded that the  
variable Leadership (X2) influence positively and significantly to Satisfaction of Work (Z). It is can be known 
from the value p-value of 0:000 which is less than 0:05 and the value of the t-statistic of 4.201 which is more 
than the t- table value of 1.661. with this hypothesis H2 in this study is accepted. With such hypothesis H2 
received "Leadership influence positively and significantly to the satisfaction of the Working employee PT. 
World Innovative Telecommunications, which means that the higher the leadership, the higher the level of 
employee job satisfaction”. 
 
3) Third Hypothesis Testing  
Based on the results of the analysis that has been done by using SmartPLS , can be concluded that the 
variable expenses Work (X1) does not affect the positive and not significant to the Turnover Intention (Y). It is 
can be seen from the value p-value of 0.138 that more substantial than 0:05 and the value of the t-statistics for 
1487 which is smaller than the value of t table amounted to 1,661. With this hypothesis H3 in research is in 
receipt. From the hypothesis H3 "Cost of Work influence positively significant on Turnover Intention 
employees of PT. World Innovative Telecommunications which means increasingly higher Burden Work then 
getting high also level Turnover Intention employees". Will but from the results of the processing of the data in 
the above showed no effect on the positive and not significant which means that increasingly lower expenses 
Work then getting lower too level Turnover Intention. 
 
4) Fourth Hypothesis Testing  
Based on the results of the analysis that has been done by using SmartPLS, can be concluded that the 
variable Leadership (X2) influence positively and significantly on Turnover Intention (Y). It is can be known 
from the value p-value of 0.000 which is less than 0:05 and the value of the t-statistics for 3837 are more 
substantial than the value of t table amounted to 1,661. With this hypothesis H4 in research is in decline. From 
hypothesis H4 "Leadership has a significant negative effect on the Turnover Intention of employees of PT. 
World Innovative Telecommunications, which means that the higher the level of leadership, the lower the 
employee turnover intention ”. Will but from the results of the processing of the data in the above indicate 
increasingly high Leadership then getting high also level Turnover Intention of employees at the company 's. 
 
:: IJIEEB :: 
(International Journal of Integrated Education, Engineering Business) 
Volume 04 Number 02 September 2021 
This work is licensed under a Creative Commons Attribution-  ShareAlike 4.0 International License. 
ISSN : 2615-2312 (ONLINE) 




5) Fifth Hypothesis Testing  
Based on the results of the analysis that has been done by using SmartPL S , can be concluded that the 
variable Satisfaction Work (Z) does not affect the positive and not significant to the Turnover Intention (Y). It is 
can be known from the value p-value of 0.073 which is more substantial than 0.05 and the value of the t-statistic 
of 1.596 which is  smaller than the value of t table amounted to 1,661. With this hypothesis H5 in research is 
acceptable. With such hypothesis H5 acceptable "Satisfaction Job affect negatively significantly towards 
Turnover Intention employees of PT. World Innovative Telecommunications which means increasingly higher 
levels of satisfaction Work then increasingly lower levels of Turnover Intention employees ".  
 
2.  Results Effect Not Direct 
Table 4. 7 Specific Indirect Effects 









Leadership -> Job 
Satisfaction -
> Turnover Intention 
0.121 0.124 0.075 1,613 0.107 
Workload -> Job 
Satisfaction -
> Turnover Intention 
0.103 0.098 0.068 1.515 0.130 
Source: Data processing with SmartPLS 3, 2021 
 
Based on the dat a from table 4. 7 above shows that the results of the analysis of questionnaire data were 
tested through SmartPLS concluded that: 
1) Testing the Sixth Hypothesis  
Based on the results of the analysis conducted by using SmartPL S , it can be concluded that the 
variable expenses Work (X1) of the Turnover Intention (Y) which is mediated by variable Satisfaction Work (Z) 
is not an effect is significant . It can be seen from the value p- value of 0.0 13 which is more substantial than 
0.05 and the value of t-statistic of 1.515 which is smaller than t-table value of 1,661. Then variable Satisfaction 
Work (Z) do not mediate the effect of Load Work (X1) of the Turnover Intention (Y), with this hypothesis 
H 6 in this study in decline. From hypothesis H6 "Load Work influence significantly on Turnover Intention 
through Satisfaction Work employees of PT. World Innovative Telecommunications which means Satisfaction 
Work can mediate between Load Work on Turnover Intention". Will but of the processing of the data in the 
above indicates that the satisfaction Job did not affect significantly mediate between Load Work on Turnover 
Intention . 
 
2) Testing the Seventh Hypothesis  
Based on the results of the analysis conducted by using SmartPLS, it can be concluded that the variable 
Leadership (X2) of the Turnover Intention (Y) which is mediated by variable Satisfaction Work (Z) is not an 
effect is significant . It can be seen from the value p- value of 0. 107 which is more substantial than 0.0 5 and t-
statistics for 1613 which is smaller than t-table value of 1,661. Then the Job Satisfaction variable (Z) does 
not mediate the influence of Leadership (X2) on Turnover Intention (Y), with this hypothesis H 7 in this study 
is rejected . From the hypothesis H7 "Leadership impact significantly on Turnover Intention through 
Satisfaction Work employees of PT. World Innovative Telecommunications which means Satisfaction Work can 
mediate between Load Work on Turnover Intention ". Will but of the processing of the data in 
the above indicates that the satisfaction Job did not affect significantly mediate between the Leadership of 
the Turnover Intenti on. 
 
4. Conclusions and Suggestions 
4.1. Conclusion 
Based on the research that has been analyzed and tested the hypotheses that have been carried out in the 
previous chapter, it can be concluded as follows: 
1. Variabel Expenses Work influence positively and significantly related to satisfaction Job d ith a p-value 
value of 0:001 and t-statistics for 3278. Can be concluded that if it increases too Satisfaction Work 
employees. With other words, employees at the company is still felt satisfied with their load of work were 
increased. 
2. Variabel Leadership positive and significant effect on K epuasan Working with value p- value of 0:00 0 and 
the value of t-statistic of 4.20. It can be concluded that if the leadership in this company increases it will 
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also increase the level of employee job satisfaction. In other words, employees will be more enthusiastic at 
work. 
3. In the variable expenses Work no positive effect and are not significant to the Turnover Intention with value 
p-value of 0.138 and the value of t-statistic for 1487. Can be  oncluded, when the burden of work of 
employees increases the level Turnover Intention to decline, but not as signifikan. Would however, if the 
burden of work of employees decreased then going downhill anyway rate of Turnover Intention of 
employees at the company 's . 
4. Leadership has a positive and significant effect on Turnover Intention with a p- value of 0.000 and a t-
statistic value of 3.837. Can be concluded that if the Leadership in the company 's more good then even 
more increased too Turnover Intention employees that occurred at the company 's . 
5. Satisfaction Work is not positive and not significant to the Turnover Intention with value p-value of 
0.0 73 and the value of t-statistic of 1.596. Can be concluded that if the satisfaction of the work of 
employees decreased then going downhill anyway rate of Turnover Intention employees that occurred at the 
company 's . 
6. The influence is not directly Expenses Work on Turnover Intention which is mediated by variable 
Satisfaction Work is 0103 with a value of p-value of 0.013 and the value of t-statistic of 1.515 which means 
that do not influence significantly. Can be concluded that the Satisfaction Job did not mediate the effect of 
the burden of work on the turnover intention of employees in the company . 
7. The influence is not immediately Leadership of the Turnover Intention which is mediated by variable 
Satisfaction Work is 0121 with a value of p-value of 0.107 and the value of t-statistics for 1613 which 
means that no effect is significant. It can be concluded that what happened in this company job satisfaction 
did not mediate the influence of leadership on employee turnover intention . 
 
4.2. Suggestion 
Based on the conclusions above, the authors provide some suggestions, namely as follows: 
Based on the results of the processing of the data that companies need to evaluate the policy–a policy 
would also rule SOP that already apply in order to criminalize the increase in variable load of work. Will 
however, companies also need to give rewards to employees who can increase the potential–the potential 
satisfaction of the work of employees in the company. And also minimize or reduce the potential in the 
Turnover Intention variable. 
For researchers further than the results of the research is to use a reference - a reference point that will be 
able to strengthen all of the variables that will 
be investigate as Behavior Organization, Compensation, Cultural Organization, Style of Leadership and clarity 
of career. This is important so that the Turnover Intention variable at PT. World Innovative Telecommunications 
can have a significant impact on the company's progress . 
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